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Purpose:

The purbose of the Vocational Training specialist's
assignment‘in Jordan was to : kl) discuss a wide'
variety of vocational concepts with Jordanian training
specialists represehting the Ministry of Education,
Ministry of Labor, Vocational Training Corporation,
Royal Scientific Ssciety, ané tﬁe private sector:

(2) describe objectives and methods of several possible
trainigé concepts appropriate for Jordan to USAID/J
staff, including the duratiop and complexity of various
alternatives at minimum and optimum levels of cost and
staffing requirements, the role of the significant
participants in Jofdan's,en going and planned program of
vocational tfaining, and probable beneficiaries; (3)
explore %ethods for encouraging greater participation of
woﬁen in the Labor Force with USAID/J and Jordanian
Training speqia;ists in the public and private sector;

(4) formulate a report.on the activities described in
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(1), (2), and (3) which will serve as a summary of
tﬁese diécuéqions, describe alternative techniques and
sfrategiea in Vocational Training which appear to be
mostsuifable to Jordan's developmgnt, and act as a
guide and resource in the development of a vocational

training project.

General Background:

The Hashemite Kingdom of Joraan is one of the very few '
deGeloping countries which is experiencing a labor
shortage. Because of the demand for Jordanian workers
in neigﬁboring countries along with a recent domestic
economic boom, there are critical manpower shortages in
mos£ technical and skilled occupations.

During the last aecade, Jordan witnessed a significant

expansion in the field of education which led to: (1) high -

enrollment ratios, and (2) uncontrolled growth of
academic secondary education. However, this growth rate
was achieved at the expense of vocational education.
Despite g?e efforts made by the Ministry.of Education
receﬁtly Eo place a new empha;is on vocationa; education
to offset ‘this inequity,‘a severe shortage still exiéts

in industry and agriculture. At present Jordan is forced

to rely ﬁainly on impofted foreign labor from neighboring

Y
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tailor and direct programs: (1) to the economic needs of
specific industries and job fields, (2) to the economic
and social needs of all levels of workers, and (3) to
experiment with a vériety of methods and processes to
provide assistance in training arnd related needs,
quickly, flex1bly, and more efficiently than is now the
case Wlth most of the vocational training underway in
Jordan.

For further.infofmation on the current and planned
development of the VIC please see Annex A , which
includes (1) a translation of the Jordanian law which
‘established and controls it an indicator of political
support; (2) the current and projected budget, an
indicatér of financial support; (3) current staffing
requirements and capabiiities, an indicator of professional
support; (4) a list of public and private sector
organizations with whom the VTC has signed contracts for
training; (5) a list of the cuirent and projected jon
functions and ¥kills, including numbers of trainees in
eachL yhgqh it is undertaking; (6) a list of the training
centers by geographical location in which it is operating;
(7) a list of the resources it has prepared to develop
and implement a modern and responsive training system,

including job classification and job analysis datz and
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instructional materials to date, in progress or
projaected; (8) the VIC's Five Year Plan; (9) the draft

description Of the proposed project including osts: Trade Trainir

Centre —'Amman;(lo)'a list of the VTIC contractors and

cooperating institutions in the public and private sector
visited during this assignment by the Vocational Training
specialist. Please refer to the Report prepared for AID

on Vocational Education and Training in Jordan by Paula

S._Harrell,.consultant to AID, December 1978, for additional
information on the role of the VTIC, for an excellent
description and analysis uf the problem of labor shortages
in Jordan, the Government of Jordan's (GOJ) response to
solving the problem through formal and non-formal Vocational
Traininé programs, and a summation of other Donor

Assistance in this area.

Note: The recaet manpower planning survey undertaken by the
VTC with the cooperation of the Ministry of Industry and
Commerce is completed in draft and will be available for

distribution to USAID/J in May of 1979.

. Specific iBackground:

Summary of Data Collected in the Field

The following comments are the result of discussions and

site visits made by the Vocational Training special_:i

with VIC representatives or USAID/J staff during the



assignment in Jordan. Please see Annex B for a

complete list of ﬂames, £itl¢é; organizationé, lécatiohs

and dates.

IThe matefial collected has beeﬁ‘suﬁﬁariéedxfor ﬁgiéf

repo?t. Further information can bé>pro§ided, if fequeéted.;

National Planning Council

The highest priority, and most éerious,;hor£ége in

trained manpower in Jordan at éresent, relates to the
construction industry. Neiéhboring gulf states h;vg the
same problem, and the same pribfit&. The problea has

been exacerbated by inflation, since the cost of land

per square meter as well as materials has risen sharply,
Semi-skilled and skilled workers are needed urgently to
build f;ctories,-schools, hospitals and housing projects.
Vogational training ‘'must be accelerated to meet both local
and regiona; needs. |
Jordanians a;é coﬁing home now from their work abroad, and
need ‘jobs. ’At,the same time, the‘Iabof‘pfodﬁctivity'in
Jordan is going down becéuse of its dependence on foreign
workg;s,%who are not skilled, and have é lack of\committment
éo G0J naticnal planning goals.

In order to maet the training goals there is ' an immediate

need for new training centers, egdipment, and more know-

ledge and information on appropriate training systems in
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fhe U.S. and relevant develoﬁing céuﬁfries, including
Latin America.

+ was pointed out that acaaemic educéﬁion ﬁas gone

'thrpugh'é éeriod of unconprolled growth[ldue to social
pressure. Now vocational training must catch up with the
national needs of £he country. - Other related training
problems are the l;ck of:job classification and joB
analysis data,; and lack of trained ipstructors. There
is.also a need to set up appropriate wage scales com-
patible with the skills involved. Althoggh manpower
analysis data is not readily available, some efforts are
being made through the Chamber of Commerce and the vTC.
Despite the fact that this data is noF adequate to projec%
the neeas of new industries and business, it is felt that
" vocational training must move ahead to prepare for future
‘gfowth and to meet critical demands from on—gding industry.
Some of tﬁe leading,industrial activities’in Jordan are:
phosphate, potash, cement, petroleum refining, textiles,
food processing, cigarettes, wet batteries, leather
pro@ggtsi‘apparel and paper board.
Thé VIC is expected to play a crucial role in providing
training relevant to the needs of these industries. Up
':until now, the opportunities have'been very limited for
adult‘workers who must have up grading or retraining

related to employment. The VTIC's role will betoadjust and



édépt curriculum‘apd methods to thé‘éhanging functional
content and téchnidues appro?riAte fo?yoccﬁpations‘in |
Jérdan.‘ Their efforts in pr6§iding basf&yeducatiop,
including f;nctional literacy' for“schéoi-leavéfs; are .
al#oiconéidered critical. )

When the VIC training system is fully activated, there -
may be epportunities for workers from other neighboring
countries to be trained under contract in Jordén under
regional development agreements. However, the first
priority of the VIC willke to meet Jordan's pressing
vocational training needs.

On the subject of the partiéipation of women, the NPC
believes fhaé women can enter almﬁét all areéé of the
vocational trades, with the excebt?on of a few. Both
ménfand'women sﬁéuld be devéléped to meet the national
goals. 1It was suggested by the NPC thét a copy of the
federal EEO regulations used in hiring and promotion\in
industry in the U.S. be given to the Minister of Labor by USAID
for study and consideration. It is also understood that
traditiogs concerning appropriate work for women in
Jordan will be slow to change.

Department of Women's Affairs, Ministry of Labor

The Dspartmeat 6f Women's Affairs is in the process of

¢

planniag several new projects in crder to includzs more
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women in the Labor Force in Jordan. They include the

following:

l. A project in Hey Nazzal, a poor urban area of Amﬁan,

- where there will be a bakery connectéd with anl
educational center for women workers.

2. A project in which mothers of school childreﬁ will
sew uniforms in order to save money on fheléﬁgéhgse
of imported materials in Amman.

3. A project in Souf, near Jerash, where a kindergarten
has been started and connecteé with a center iq
which mothers of the school childreﬁs will sew and
upholster chairs. The products will be marketed
through a co-op, which is being assistgd by UNICEF.

4, A p;oiect to conduct a survey congerning thelpotential
for women'w6¥kers, particularly in crafts, in the
Jordan Vvalley.

At present, there are eight women on thé Women's Affairs

staff. The Director of Planning said the fﬁture for

development in this area depends a éreat deal on the
airectioaé taken by the new }abof laws, to be~issuedllater

‘(this"jeart"she said some steps toward reform have been

taken, but they are more the exception than the rule. For

example, business firms employing.thirty women or mnr~

1

must provide a child care center if requested to do so
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Féﬁilyiplanning education and support is not within the
%realéf responsibility of the Womens Affairs Department.
It is however PEing‘promoted by the private sector and
the Ministry of Health to some extent.

'in the futﬁre, tﬁ; 5eba¥tmént of.Womens Affairs plans to
insp(ecf factories té insﬁfe proper working conditions for
women, and also to launch "mobilizatién" campaigns to
attract more women through radio and TV to business and
industry. 1In response to a question on the moét promising
aréa in industry for introducing women to the work force,
the Director of Planning replied "Sewing". *
She‘supportslthe Qlan to build a community Junior College
for Qirhsin Jofdan to be gponsored by the Y.W.M:A. for
‘the purpése of concentrating on career education. However,

she said it was "far from starting."

National Consultative Council Member - Mré. In‘am Mufti

Mrs. Mufti, a leading proponent of women 'in the work
force, said it’was essential to develop a national policy
on the rights and responsibilities'of women as well as the
méchiner%kto make it work.

The-fifst‘priority is to get relevant organizations
inQo}ved to carry out women's programs. What has been
lacking is a body to coordinate‘a%l the women's programs,

a Steering Commission assisted by a Secretariate with
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specialized committee such as:

Research; Programming; Training and Services; Employment;
Investment. Mrs. Mufti will head this commission, and
will focﬁs on creating jobs and services for working women.
She asked for U.S. assistance in developing the Y.W.M.A.
community Junior College for Girls in the South of Jordan,
and also provided her moét recent policy paper for

further consideration. She explained further that although
Germany, in principle, has agreed to fund the YWMA college
in Amman, the approval process may take a minimﬁm‘of five
years, whereas the plan had been to‘break ground in
October. sShe said it was important to send selected
Jordanian women to the U.S. to learn more about techniéues
in prep;ring . and qrgaﬁizing women to ente. industry. She'
requested any materials Chrysler can make available
coﬁcerning: (1) career education exploration for high
school stuaehts; (25 goal d;rected group counseling:‘
peisonal motivation and career development for industry.

Ministry of Public Works

The Mipiétry of Public Works is cooperating effectively
with the VIC. It also has excellent resourcég of its
own invested }n Fraining, and receives contracts to
train mechanics from other minisﬁries.

Entry-level auto mechanics are trained in fitting, welding

|C
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‘and mechanicél functions for six months, and then

di§iéed into groups for on-the-jcb training in repairing
light and'heavy duty vehicles in a variety of "Wok shop"

or small garages on the preﬁises, under the supervision

of masteé mechanics'and training personnel. Altogether

the program taﬁes 2 years, and includes the lst stagé
whlch is basic training, the 2nd stage whith is spec1allzed
tralnlng and the 3rd stage which is a combination of theory
and on-the-job experience and supervision. The program
includgs but is not restricted to the following areas:

(1) tools; (2) applicétion of‘mechanical cdncepts; (3)
cooling systems; (4) fuel systems; parts, pumps and

pipes; (5) carburetor and pumps for diesal; (b) brake
systems; (7) steering systems; (8) electrical systems:

(9) drivé train; . (10) engine performance; (11) painting
and body repair.
Traineés must have a certificate from preparatory schéol

(9 years of compulsory gducation) to enter ﬁhis program.
They’are ;elected through an interview process rather than
a béttery of tests. During the most recent opening for
éppliqaﬁiéns, 300 persons applied and 31 were accepted.
fhe'manpower needs in this area are expanding rapidly, but
the number required is a matter of estimation.
Asked what the problems were regarding the current sta‘tus of

Vocational Training and particularly those the VTC could
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handle, the manager said thattnew trainees need more

job counsellng rn order to adaptvto their new careers

and place of employment He mentioned that they had
considerable difficulty in adaﬁting to the‘norkvschedule
(7:00 A.M. - 3:30 P.M;). He said that there was a need to
adapt the currlculum and methods of the Mlnlstry of Educatlon s
vocational tralnlng program to the practlcal asPects of

the worklng environment and demands of business and industry.
He also said that in the past khere had been a rapid turn-
over}or'employees seeking higher wages in other Arab
‘countries as soon as they were trainad. He explained that"
the_new'Z-year contract trainees must sign with the Ministry
of Pnblie werks was helping to lessen this problem. How-
ever, he folt that the vTC proéramenould be helpful in
stabiiizing the situation through a2 new system of

ccmpetency - based training, certification of skills, and
wage scales. |

The Ministry of Public Works is hiring all of the best
graduates it can attract from its new apprenticeship program.
The cons%}tant spoke with them as well as their supervisors
in the'workshops. Their training was considered highly
"relevant, " enahling them to reach production standards in

less time and with fewer problems than in the traditional

system.

R,

').)
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Petroleum Refinervy

The refinery has a loﬁélfraditioh in training; having
started their first apprenticeship program 17 years ago.
Approxlmately 3 years ago, they began faclng a hlgh)f
turn-over rate which led them into intensive tr;inlné’}
and to exploring less expensive and less time consuming i
training methods. They a?e cooperating with the VTC in
developing pompetency - based, "modular" or skill-
specific programs suited té their needs.

Their first programs were in safety, mechanical and
electrical repair. Now they are concentrating on
subervisory training and management . They use the
committee approach to developing new programs, as dogs

the VTCf including engineers, operators, and tfaining
officers. Following a few weeks of induction tréining in
the classroom, the trainee is sent to on-the~job traiﬂing
where his progreés is assessed in monthly reports. It
was pointed ouf that the VTC has an objebtive»appraisal
réport\fo record th; p;ogréss of each trainee towafd

skill.maégery and capacity ‘for independent performance

of tasks.
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The refine;y has(extengive audio-visual equipment, and
iskcbﬁmifteé £0‘using graphics and other low-cost media
in makihg'training more effective. . The VIC shares the
same coneept, but hés no audio-visual equipment of its
own as yet. .

Whether wppén will have many opportunities for teqhniqél
jobs in the future at the refinery is uncertain. At?'
present, the manager said there is one woman engineef.

SweilaIndustrial Training School for Bovs

The school provides three types of programs: a three-year
seconda?y school course; a two-year vocational training
center program; and a two-year apprenticeship program
which is carried out in various locations where on-the-
job training is provided.

Ekperts at the school:@are cooperating with the VTC in
preparing new modular programs.

A’The principal said that the school is intensifyiﬁg its
efforts to train because of the need for skilled Jordanian
workers to remain in Jordan. He said-'he wants a cont?act
that;wilinhold them here for 4 years after graduation.
Asied why the Jordanian craftsman is preferred over cheaper,

foreign labor, he gave three reasons:(l) education and

* training is better planned and implemented in Jordan}
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(2) Jordan is spending more money on it, and merits a

return on this investment, (3) the work ethic is stonger;

(4) foreign workers are numerous, but -of low quality.

He lamented the fact that modular tféining is not yet
\prepared in Jordan - that 1t is 'in the initial phase,‘
and will take é long tlme to complete before 1than(£é‘f
bfqlly usefuli |

He added)that Jﬁrdah has many engineefs but. too féw
teghniciang. Asked whether women would or could be
admitted to his school, he said it all depends upon the
laws that govern his type of school; the law must be
changed to allow the entrance of women. Asked what
trades he felt were suitable for women, he replied

"teachiﬁg."

Ministry of Telecommunications

H

The Minister said he is not satisfié§ Wiﬁh.thejtraining in

s

-his center. He does have high‘dﬁaiity 5hildings, equipment

.and support facilities, but not the modern, on~-the-job
training he wants.

Previousiy, he had heen Lean of the College of Education

at the University of Jordan,, before coming to the Ministry

6 months ago.

-
-

He said his immediate‘goals were to (1) increase the

efficiency of the Telecommunication Training Center and

19
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(2) develop;anaefficégﬁt,training center for post;l
trainihé to oﬁén né#t month,'k3) start a researchLéenter
in Jordan to explore better approaches to traininé and |
the support needed. Dr. Tel %s a member of @he‘hiéhesth
level Advisory Board on Educatioﬂ in Jordan. His views
are widely respected in the field of education and
training.

Asked to describe what he considered the critical issues
ip;the field, he said it was the decision to enforce a
compétency - based training syétem; one which would give
certification to a person who had reached a specific
level, at agreed upon standards, whether or not the
trainee had graduated from a trade school. He said he
had advised Dr. Masri and the VTC to take this direction,
one in which a certificate of competency, of performance,
would b; considered the same as graduating from a Ministry
of Education trade school. He said that by this approach,
Jordan would: (1) protect the consumer; (2) protect the
wérkman in terms of standards of performance and eqﬁal
‘pay‘foriégual work.

ﬁe also pointed out that competency - based examination would
(1) save the student from taking courses that are not

needed and; (2) save money/time for institutions,

business and industry.
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In visiting the ;raining cehte;, the consultant found
excellent training resoufées, includ;ng the programmed
instruction approach to t;;iniﬁg; The main problem
apéeared.tokﬁé‘a l;gk of studegtg using the facilities.
When asked if womén(wbuld be admitted, the Director -

said this would take a change in the law and policy. .

s
-
———
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Summary of Critical Issues

Comments from other training organizations, the
University'and employers concerning critical issues

in vocational trainiﬁg and its support structure may .
be.summarized in the following points. These are‘
issuéélwhicp the VIC must deal with, and which
technical assistance may help to over-come in the f&tufg.
They are: (1) the ﬁeéd forvéﬁpervisory £raining at the
teéhpicél lével, and the need for management education
ét'the university level; (2) the need to use equipment in
training centers that is compatille with the equipment
used by the future employer; the need to use instructors
in training centers who have worked as foreman on the line
iﬁ;induétry in order to teach to the standard rate and
quality of production; (3) the need to train the

training officer as a manager, an organizer of time,
personnei aﬁd matefials rathér than t6 rely mostlypon~
His‘talents as a skilled craftsman, since thé forema;
onthe Iine has little time to "organize" the trainees; (4)
the needﬁ?or the training officer to communicate
effe;tively with the employer and the trainces giVingﬁ
them necessary information at the right time and thus

avoiding work stoppages or.potential strikes due to

misundexrstanding; (5) the need to have clearly written
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contracts speqif&ing‘the righfs’gnd responsibilities of
thé t?a;néeLaﬁd the emplo&é?} (6):£he need to(seléct ‘
’fraihgés,for upgrading courses bf aéseésmenﬁ'toolé whicg:
wili aiagnose strengths and weaknes;es, entfy-lével‘
skills, in orde£ to design training prégramé’wgich will
giQe more individualized attention to the needs of the
employee and save time and money; (7) the need to develop
an even more flexible system which will not put groups

of trainees through on-the-job training at a "lock-step"
pace; (8) the need to tailor the VTC system}mére clo;ély
ﬁofthe industrial environment, since some employers as

yet do not feel there is a 'substantial éhsﬁgb aigference
bet&een_the traditional system and the new; (9) the need
‘tp mobilize opinion first before expecting to make
extensive headway in ingroducing women into industry,
given the prevailing male attitude in Jordan tiet‘thisis not
an appropriate place for women to work",(10) the need to
he aware that the aﬁthority and decision-making process in
Jordan does not lend itself eésiiy‘to the idea of trainees
movinig ahéad‘"on their own" in a\fully‘sglf—paced program
'fll) the heed to sét standardg béséd on éompetency, |

. and to follow-up trainees to ensure that they are eligible

’

for promotion and wage increases based on beiter Performance -

or to revise the training program accordingly-if the standards

i

—
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are not reached as projected;

Note: written or audio-visua; modular training materials
were not in eyidencelat the si%és visited; although
‘sever;i.employers said they’ﬁere an#ibusly aWaftiﬁg‘thesé
préégéms,‘thefinstructors/foreman aépeared to be dbiﬁg |
vefy:weli wiéhout them since equipment for on-thé%jo# ‘
tfaiﬂiﬂg was available, and the skill and committmégtjbf'the

traiﬁihg staff appeared to be excellent.
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The Problem:

To summarilze, Jordan haé a low labor force participat;on
rate: (1) a high propbrtion of the population 1s in
school; (2) the population of the East Bank 1s very
young; (3) the female participation rate is low. The’
current manpower problems are the result of; (l) shoftages
of specific skills, (2) external migration of Jordanilan
workers to higher paylng jobs in neighbouring countriles;
(3) ¢ompetition from lower skilled but lower pald foreign
workers, (4) lack of coordlnation between school and
plant training. |

A relatively small domestic market, limited natgral
resources and unreliable access to export markets have
also been major probleﬁs in the development of Jordanian -

Industry as well 'as agriculture,

Ecohomic getivity accelerated sharply in the

mid 70s due to a record agricultural output, a doubling
of export proceeds, increased lnvestment by neighboring
Arab countries and remittances from Jordanlans working
abroad, a revival of tourlsm, and a rapld rise in
goverqmenﬁ%&xpenditures; nonetheless, other problems
related to manpower have emerged or increased

These pronblems are inflation, the pressure of social
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demand for an over-expansion of academically-oriented gen-
eral secondary and university education, and a serious gap
between the standard of living between the very poor and

the ve}y rich classes of soclety.

Goals and Objectives of the Program Solution to be'Selééted:

There are two potential phases: y i
Phase I - The Goal of the initial 2-4 year capital and,tecﬁf
nical asslstance project would be to measurably reduce the
gap between demand and supply for qualified workers at the
entry-level, semi-skilled, and skilled level in selected

job functions 1n business and industry, directly related

to the national planning policles and manpower development
needs of Jordan. The primary terminal objective would be

to develop a cost effective, competency-based, "modular" or
skill-specific tralning system linked directly to employment
to meet the above goal. |
Phase IT - The goals of a long-range, 5-10 year project
would b2 to (a) increase the wages of the worker and his
share in the beneflts of production, (6) increase performance
and prcductivity per worker; (c¢) increase the return on

investment.

The primary %erminal objective would be to develop a
targeted, problem-specific, and systems oriented industrial/
urban development sector approach to provide the nccessary

infrastructure, the human and materia’l resources, to

g
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maximize the return on investment in phase I and provide
to
the necessary system components/meet the above goal.

Alternative Solutlons

Based on avallable reports, discussipps with USAID/J
staff and GOJ representatives, site visits where obser-
vation of actual training and working conditions was
freely offered, and interviews with experts in-the publie
and private sector, including employeés, training officers,
vocatlional education lnstructors, plant and shop foreman
and trailnees during the past two weeks, the followilng
solutions are relevant for consideration: (1) provide
no U.S5. assistance to vocational traininé in Jordan; (2)
provide U.S. assistance through a 2-l year terminal
project to-bulld and equip the proposed VIC Training
Center in Amman, inéluding supportive assistance in the
development of an appropriate tralining system through

and follow-up activities
workshops /to be held in Jordan and short-term training/
observation visits to neighboring Arab countcries and the
U.S.; (3) provide alternative #2 with the option to expand
it to a long-range Phase II 5-10 year project, 1f the
prescribed *ndicators fof success exist, through an
industrial/u;ban development sector approach which would
include the infrastructure, human and material resources,

to make a greater impact on railsing the standard
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of living, inéluding wages, of workers, increasing

prodﬁctivity, and achieving a larger return on invegtment.

The following 1s a brief summary of the pros and cons of

each of the'solutions,'as discussed with USAID/J.

Alternative # I. U.S. assistance might be withheld fo; #hg‘
VIC on the basis‘of already existing Jordanian CMinistré of
Education) and other donor assistance.‘ ﬁowever, recent
information demopstrate§ that thé Ministry of Educatioh can-
not ppdvide tﬁe flexibility and responsiveness to the
practical needs demanded by business and industry in the
same way that the VIC is mandated and organized té do."
Other interviews with the GOJ indicated that the Soviet
Union does not plan to finance a VTC training center in the
South for at least 5 years, and even this start-up date is
not certain. The European Economic Councdil is willing to
provide equipment gnly;andyhotaabuilding for the pfoject.

Meanwhile, the Ministry of Education is pressed for space,

'
i

and is fapidly withdrawing the training facilities it now
shares with thé VIC. If the VIC is to lauﬁch its distinctive
training s&%;em, with adequate control over the inputs,
process, and outputs, it needs ét a migimum a center of its
own as soon as possible, Whereas it is training 200 - 300

trainees at present, it is expected to turn out 2,000 - 3,000

per year within the next threces years.

il
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Alternative ITI. U.S. assistance might be withheld because

it is perceived to be a terminal vocational education project,
with limited opportunities to have an impact on masses of
people or ihstiﬁueiohs. However, altﬁough this program is
focused prlmarlly on vocatlonal tralnlng to overcome severe
problems in the supply of skllled Jordanian labor, these
problems are considered to be ofgreat 51gn1f1cance to nat;onal
planning by the GOJ. It is also realistic to expect that
even in the short-ruq job performance will be improved,
produetivity be increased along with the wages of workers.
The VIC is an excellent organization to work with, staffed
with a competent and highly respected“General Director, . and
professional and committed staff. ’T@e sysfemenapproacb

to training advocated by the VTC is eiﬁilar to the system
used by appropriate.industfies now capitalizing on the cost/
benefits of the modular training system in the U.S; and some
neighboring countries. The VTC is open to the concept of
becoming a regional training center for neighboring Arab
countries after one year of developing and testing the new

system. Employers are anxious to hire VTC graduates.

Alternative ITII. U.S. assistance might be withheld because

this project is costly, complex, and in some aspects
innovative, since it will be grounded in the systems approz~i
! R B .

to sector development.

A
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It should be seriously considered however, because it will .
provide the necessary planning, managerial, financial, and
technical resources to achieve the largest return on
iﬁvestment.' It does have the added benefit of making more
certain the increase of wages and the share in the benefits
of production for the worker.

My recommendation is to select a combination of # 2 and # 3.

Recommendations for Technical Assistance

Capital Assiséance would include funding for the building and
workshop equipment for basic training proposed for the Amman
Training Center, depending on expert app;oval of .tha design
and costs. Auxiliary equipment could be added on an
incremental basis, with conditions set for the training
system.buiid-up period. |
Technical assistance would anlude a 30 - working day semlnar/

workshop for VTC,Ministry of Education and Industrlal Training,
and follow-up activities,

/concentratlng on the terms of reference of Alan Broehls' paper

(attached) with the exception of a new focus on: (1) Manpower
Analysis which would be geared. toward the needs of the
consumer of%manpower data, and (2) Evaluation which would be

geared not only to follow-up of a core of train=es but

particularly to validation of the training system itself

-

i.e. accountability in solving the problem it was de :signed to

solve such as saving time/money, rcducihg wasteld :{rort,
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materials, scrap etc., (3) Management of the training system
would receive primary attention during the 2nd two weeks, and
also include motivational and job counseling primarily for VTé v
participants. The workshop would be organized on/evteam;
teaching basis, with VTC personnel workipg’togetﬁer witH;U.S.
experts in the systems approech to igduetrialttraiﬁiqgiend
motivation. J

This workshop to be held in June, July or August of:1979,1would
require at minimum 6 man months, and at maximum 12 man months. An
education specialist should be added to USAID staff to coordinate
and.suéervise thiz effort. A second element of technical assist-
ance would consist of short-term technical training (observation of
training-sites) in the U.S., and neighbouring Arab Gountries, such
as Saudl Arabia for modular tralnlng 1n selected techn1ca1 trades
now belng dtveloped under a U.S. Labor Department Contrawt, and
Moracco for a vocatlonal training program for wonen, under AID.

A description of these programs will be sent to USAID/J for
consideration. The U.S. portion of the training should consist

of approximately 10 working days and include visits to business,
industry, and vocational trainirg programs where the systems or
modular approach is being used, since this approach has been man-
dated by’thefﬁinistry of Zducation of Jordan. Significant time
should be allof:ted to etudy manpower analysis and job organization
technrques. The proyram sheuld be plannea for a minimum of three
persons at the ViC, at different periods begianing in Septembar 1979,

s + 1, s N
in ader to have a wasonzble nuleus of people who have similar experience

2
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and can work as a team upon return to Jordan. This may cost

between $30,000 -$40,000.

Regarding alternative # 3, the recommendations are speculatlve,
due to constraints of time and lack of 1nter-dlsc1p11nary e#pertlse
during this assignment.

However, tﬂe folloﬁing'inputs on the prograﬁ'side are ggﬁéfed

for USAID/J consideration.. Leadership and diféégidgfwoﬁlé o
reside ih the ﬁTC. An industrial research instituﬁiéﬁ would

be established to carry out experiments in’the'foi}oﬁing‘

areas in ordér to make the desired inputs availaBie,fo¥ the
workerlopt;mlzatlon process: (1) manpower analy51s dévelopment-
(2) technology/pro;ess, (3) newlproducts: (4) finance/management;
(5) marketing; (6) labor informatioﬁ d‘ataﬁbénk’;.(7) fanaleparb'.ci.pation,( '
Industrial Extension l&ans woul@ be:made more’ accessible to

new industries and small business;aaa'credié»unioné Qquld be

set up fo£ the worker.

Special consideration ad resoﬁrcésmuhite direcEéd to all related
aspects that mplng° upon the optlmlzatlon of ‘the worker. For
example,,(l) tradltlon, (2) dsk (fqrelgn competlt;on; job
opportunity costs while training;‘(3) expanded and new markets;
(4) personal needs; (5) w;geg‘(labor laws); (6) wo;#ing conditions
o and qué;itgkof life. | o

,Thé éore of the program woﬁld bé thé\provision of (1) increased
fechnical knowlgdgg and skill for the worker; (2) sufficient

capital available to expand business and industry, (3) a w..-

efficient production process.

Q)
.
s
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The benefits would accrue to the worker optimization process,

and to the target of this project - the worker in the lower

i

class.,
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ANNEX

frem Arabic

Article 1,

th't'icle 2e

 Article 3.

Provigional Law No, 35 for the Year 1976

Training Standards

Yocatinnal Training Organisation Law

This Law shall be called "Vocational Training Organisation
Law for the year 1976" and becomes enacted with, since its
publicatien in the Official Gazette.

The wards and expressions in this Law shall have the
def'initions shown belew unless otherwise specified:

Minister = Minister of Labour
Organisation = Vocational Training Organisation
Board = Board of Directors of the

Vocational Training Organisation
established in compliance with
the provisions of this Law

Director-General = Director-General of the Vocational

Training Organisation

The technical specifications that
should be pnssessed by any trade
with the aim of specifying the
standard of training in that trade,
This includes curricula, training
plans and trade tests.

(a) an Organisation known as "Vocational Trainin
g

Organisation" shall be established in the Kingdom
aqg shall be attached to the Minister, having a
notkinal administrative and financial autonomy within
the provisions of this Law and any other regulations
set up therefrom. Also it can sue and be sued and
can delegate to the District attorney all its
judiciary matters or to any other person (or thig
purpose, also it shall have its own independent
budget,

(b) The Organisation head office shall be in the city of

Amman, but may open branches in any other place in
the Kingdom,



Article 4, The Organisation shull avail opportunities in the field
of vocational training to prepare and raise the standard
of the technical mznpower efficiency in the various
specialisations according to non-academic vocational
training standards, and shall diversify vocational
training to compr’sc:

(a)
(b)

(e)

apprenticeship where young people are allowed
regular and long-term training; -

in-plant training of workers in their institutions
to raise their efficiency;

intensive and accelerated training in varioug trades.

Article 5, The Organisation shzll be run and managed bys

“(a)
(b)
()

Arfiqle‘ﬁ. (a)

(b)

(c)

a board of directors;
a director-general;

ah executive body.

The Board of Directors shall consist of':

The Minister - chairman

The Director-General - vice—chairman

Representative, the !linistry of Labour -~ member
Reprasentative, the Ministry of Education — member
Representative, the Ministry of Public Works - member

Representative, National Planning Council -~ member

 Representative, Engineers Association — member

Representative, Amman Chamber of Industry - member

Representative, General Federation of Trade
Unions -~ member '

Two representatives rccommended by the Minister

Except the chairman and the director-genecral, other
members shall be appointed by Cabinct sanction and at
the Minister’s rccommendation, The Board's member-—
ship shall be two years and i3 renecwable.

The Board members remuneration shall be determined
by the Cabinet and at the rccommendation af the
Minister,

(L



Article 8,

Article 9,

'Aéticle 10,

Article 11,°

+
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‘(q)' study of the vocational tralnlng need in the vurlous

institutions;

(d) approval of the main ouilines for veocotional *ralnxng
standards and rczsures necessary for the implementas-
tion of the furct.o 1s of the Crganiscationg

(e) setting up of the reguircd regulations;

(£) approval ¢f the zanuzl budsot and its sutnission to
the Cetinct for sancrion,

(a) The 3oard shall be coenvenzd for m2eting by the
chairman or the vice—chairmen in his abscace once at

least every three monthg, or whenever decemed necessary.

The quorum consists of tha attend lance, of at lzast
eight wembers including the chairman or the vicew
chairman,

(b) Decisions shall bz %azen unaninously or by absolute .
majority and in case of czual voting the chairman
shall have the casting vote,

The chairman shall represcnt ihe Crganisation in itg
relationship with othcrs,

The Cabinet, at the rccomrendation of the Minister, shall
appoint the director-gencral. dri.=miss his salary and
allowances, provided Toius . p0ifiiien: oo "ol

Royal Decree,

8}
.
T
-1
&

The director-gencral functisas and authorities shall be
the follow1ng. ‘
LY

(2) Ir-l sontation of tho policy adopted by the Bourd
ana :xeeution of its decisions. .

(b) Supervision of the Organisation's staff and the
management of its exccutive body.

{¢) Preparation of the qnnuul budget and its submissicn
‘o the Board,

(d) Aty o3 .- sutherities delegated to him by the Board
A cL. Ll by the repulations issued in compliance
with this * v,


http:ccnve.-.ed

ArtiC]-e 13. K

' Article 14,

Article 15,

Article 16,

3eled977

(a) The Cabinet, at tae Board®s recomme: da;101, may igsue
necessary reoulatisns £ execute the provisicss of
this Law includiag rerulations relating to fin.acial,
supplies, contractiny ond porscanel maticsvs.

(b) Until such resulations, menticred in para, (a) of
this Artici:z, ar2 issacad, the Crganisation sihall
abide to the regulaticns enacted by the governrant
ministries and copartnznts in respact of financial,
supplies, contracting and personnel matterse

The Audit Bureau shall be in charge of auditing the
Organisation accounts, also the Cabinct shall appoint a
chartered auditor for this purpose,

The Vocaticnal Training 3y-Law lo, 13 for the year 1974
shall be cancelled, as well as any other legisia:iion, to
the extent centradicting the stipulations of this Law,

The Prime Minister and the [f{inisters are liable to exccute,
the stipulations of this Law.

25



Pudpety Catimate 1979

Racurring Expend atacros

JeDoe
Salarios imployoces on contrqct 54,000
ILmployeoes~ Daily pald \ ) ‘ 5,000

4

63,007 TAtal

Travel Allowances . S (10
Leaso Caf'fice Iuilding ( 10,009
FT o TyWater , Flectricity ¢ 750
hiscelloneous 5,050
Sunplies ( consumatle ) 111,000
MNirnaturo 1,000

29,806 Total

Over & pnrt‘Time'iofk . 46,000

‘ , : 132,804 Grand total

]

. Capital ixpendituces,

Construetiun & Builais

Pagdneoering Desipgn 4 consultat:on for Trafnln: Ceuators 12,00
cirst stuqe Constructlon ¢ comd Cur trairinsg centers’ Fogry
A +

D2, r: Total

i'aclinery < Instrumenss o Brg el

tr.ols Cur trnl~.m¢%
Joi icle ( Ciold Jeqh )‘ RPNV

oo eveamannmwng

. RETILES Totai
DRG0 gt Lo

.?5!’



The VTC requeats annually from the Ministry of finance &ouoral Luaﬁ-
Dept & Appropriating a Cump sum . for tno comivy«)uar tn a- ccordanroh[
with its neLdﬁ as estimated from its work plau

In addition to Covt . Appropriation , the VIC rcoquests foreipn techi)

i

assistance through the National planning council mainly for its

»

devol}opment projects construction & equipmcnts for training ceutc



T w~d

Dircctor General (L) MsSC. Llect. Engincer
Technical Maucgor (1) BSC Mechanical Eng.
Ciiiaf Training Co- ordinator (1) Bsc = =
Trgining officers (7) TI'igg differont ficlds
Trainers . . N (9) High schools certificate &

J | vears (techinical streaun) bran
Vocational counsller , L (L) M.A.Kducation & counslling
Adminstrative Financial Direction '~ (1) M.A.public Administratioh
Adminstrative AséisténtA . B (1) B.A.Psych cology & sociology »
Accountant o . (1) B.S.C. Accounting
Clerk (3) High school
Typist (2) High school & Typing Diploma
Massenger (1) ‘Eelementary school . ‘
Drivers (2) Elementmry
N.D,

Other positions to be created ;

i

(1) Training officers oo
(2) Trainers

(1) Clerk

(é) Telephon Oprator & Masscngbr .

« )
" &

( -~
e



AlNNEX A

Vocational Training Corporation

)

4544

erial No| Cowrse Specialisation Place o, Of trainces
I5t year class s«
socond year ( cla:
1 Light vehicle Mechanie Mechanical - 13 13
; department
Heary equipnent ﬂ!ﬂsitry of 15 12
Mechanic public works
Electrieal 3 ‘
a7 - substaticn fitter Jordan electricity|- - 24
= eable Jointor company Amman - '-27
- Net work( overhcad - - 20
lines )
3 spining and weaving =Jordan spining 27 -9
and weaving Co.
. (operating and mnintemance) | Industrial 11
developing co.
] Welding dnd metal t«Matal industeies | 12 -15"
fabricatlion . Co o { '
- Ashrafiya Trc/ | 16
Amuan .
- 14 weldinp wouk] 25
shapg,/ITrbid
i - Yasccr Inctmy | 4
Amran.
~ Sweileh :nd.
) scc,achoal, 15
5 Cnfpcntr& and calinct - llabalbe copany| 6
' making . : Amnan
, ’ =Ashrafiya tre/ 19 14
ALman
= Swoileh 114, 15
Sec schinll .
T 6 Goneral Mechanice petroucm refinoery] L7
company Zaiya e
7 Fleoctrical :
cablos jointing anrd Irbid electrient es]
substatlons lnstallation Company
8 plumbing and central Astraflya TTC/ 28
heating work Awman .
9 Dro-s waling (Girls) CJ¢/Aman
Ahalah Cf o /Amuan 17
10 Duilding construction swalleh 1lnd.Sec 15
werh School




Upgrading Courses Held under the

Supervision of the VTC

ANNEX A
Ty

No. Specialization place of Course | Duration No. of Participants
Hours 1977 1978
1. Houses Electical Irbid Industrial . :
Installations Sec. School 150 20 21
2. Arc Welding " n " 150 - 10 9
3. [TV repair and " " " 150 . - 11
Maintenrance B o
4. |Automobile Mechanic " " " 150 15, 21
5. |Plumbing Work " " " 150 24 18
6. |Central Heating ;
installations " v - 150 - 14
7. |Houses Electrical zarqga Industrial .
Installations Sec. School 150. 25 19
8. |Electrical Applian-
ces Maintenance & o
repair " ! " 150 - 13
9. |Autcmebile Mechanic | n " 150 15 10
10. |Refrigerators Main- k '
tenance & repair " " " 150 13 15
11. |Arc welding " " ! 150 19 13
12. |[Central Cool Stores
Operators Irbid Municipality 150 10 -
% .
13. {radio Maintenance ® Irbid Sec. Indust- ‘
and repair rial School 150 10 -
14. |instsuctional petroleum Refinel
Techniques Com., - Zarga 60 - L5




15.

le.

17.

Supervision
Techniques

Bosses Main-
tenance & repair

Spining Operators

Petroleum Refinery
Com. = Zarga ’

Public Transport
Corporation

Spining & Weaving
Com. - Zarga

27

130

80

" 20

23

A
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MES

Occupational aualysis for the following:
( prepared

l.Automotive repairing occupations.
2.Metal work ( Joining and fabrication ) .

3.Electrical occupations { power ) .

Occupational aualysis under preparation :

l.Construction & building occupations .,
2+.Furniture, and woodwork occupations ,

3.Air conditioning and refrigration occupations

MES analysis and curricl{la have been prepaled for $=
l.Automsbile mechanic ( light vehicles ) . ,

2.Welding Ksheet metal fabrications Arc welding and gas welding .
3+.Electrical wiring:'. ‘ | '

4 .Machining .

5.General mechanic .

Modularg units and training packages pfepgfed‘for':

l.,Automobile mechanic ,
2.Arc welding . '
3.0xy acetelyne welding .
L ,.sheet metal fabrication .
5.Machining : - Turning

- Milling

- Grindiqg_.

6.Basic training : = Measuring
. - Filing
-= Hand cutting



VOCATLONAL TRAINING CORPORATICN

FIVE YEAR PLAN 1978-1982

Preface

The Pive year Development Plan for Jordan (1976-1989) attached special .

importance to the development of vocational training in‘tﬁélfield‘of

Labour and Manpower:

a) To respond to labour requirements and manpower‘training at the
limited skillxlevel\throﬁgh short term and crash training ,The
number required‘is:about 25,000 labourersduring the period
1976-~1980 , “

bj To improve manpower preformance through skill upgrading.

The Vocational Training Corporation was established in 1976 by
Law No.35 to contribute towards the fulfillment of the Five year
Develonment Plaﬁ in the field of meanpower development ,A Board of
Directors for‘ :
the Corporation was formed in September 1976,and a full time Direc=-
tor General was avpointed in May 1977.The Corporaticn could thus be
considered to have started its functions in the second half of 1977.

Tie budget for the Corporation,according to the Five Year Development

dlan,was estimated to be 3.8 million Dinars for the period 1976-1980,

-~

The Vocational Traifing Corporation makes use of the training
facilities provided by the various industrial establishments\iﬂ the
form of in-vlant training ,The Corporation also makes use,for the time
being,of the training facilities provided by vocational schools and

tiade training centres run by tie Mininstry of Education .

-
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Plan Objectives

]
The objectives of tre five vear plan of work for the corporatioA‘can
be classified into two main fields LR vocational training and

occunational standards: ,

a) Vocational Training Oanctives : L

1. Training of manpower uo to the level of " skilled labour" through
anpprenticeshin schemes |, B ‘

2. Upgrading of employed mannower to imorove Job:oppértunitieé ,réise‘
productivity, and enhance quality .

3. Training and skill upgrading of supé%isors in industry ;

4. Training of manvower to the " limited skill" level through short

term and crash training if necessary .

b) Occupational Standards Objectives :

1, to l;y down. the Sasis and specifications of skill levels(skill
ladder) y according to 1gboﬁr requirements in Jordan .

2. to specify and anprove skill performance standards for every‘ékill
level ,

3. to design performance tests and certﬁgation systemsfarltbé
various skill levels .

4. to develop an integrated system for vocational education énd‘
training , both institutional and in—plﬁnt,in‘the field of
"training standards" which inelude accentance levéls,training

‘content,and-certffication;and in‘theAfield of making rptimum use

of available training facilities.
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5. to cocmerate and coordinate with other agencies which undertake

training activities in Jordan t« improvs the efficiency and

effectiveness of training ,

6. to cooperate and coordinate wit- Arab end .International agencies

concerned with vocational educasion a=d training .,

%

11liProcaedures

2) In the field of Vocational Trairing i

1.

Training facilities

The Vocationzal Training Cormoiraticn irolements its training
activities related to annrensLceship after signing bilateral
agreements with the various industrial establf#ents concerned.
The Corporation,on the other hand,makes use of training facil-
ities offered by the Ministr- o< Educatien in secondary
vocationral schools and trade training centres.Only »artial use
of these educational institvt:.ons is wossible because many of

them already run a two skif system of vocational educatiocr.

Conscquently, the size of trzini-gs undertaken by the Corpo-~
ration will remain limited =224 b2low “ne level aimed at unless
training centres are establrshed % yerve the needs of t-s
Corroration by suonorting its épprenticeship y upgrading and
sudervisory training .,

Training Staff

The present tdphical stafl of the Cormoration,which include
-

training officers and instructors.are in needof develonmens

Lo

P
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el

both quantitatively and qualitively especially that most of them
are new and have little experience in the field of training.
The sare =2pplies to the staff in industry needed to implement

trzining activities under the Corporation's supersupervision.

Training Programs & Curricula

Inaddition to the training facilities and qualified instructors,
the success of trainings devends also c¢a the availability of
training programs and curricula that snecify the skills and
knowledge,both related and general,to be transferred to tre
trainees within te modular training system which the Corporation
adooted and started to develon,

In the field orf Occunational Standards :

Organisation of skill levels.

This would necessitate a comror effort . from txe
various concerned agencies including tre Minintry of Labour,tre
Trade Unions,the Professional Unions, the E"ployers,andthe Vocati=~
onal fraining Cornoration whichi will be resoonsi*le <or coorcdin-
ation;immlementation and follow~up.Tre aim would e to ado»t

standard s¥kill levels as a fi-st ste) for jobh licencing,

Legislati-~mg

Job(trade) organisation whic> accommanies work on occunationai

standards requires a legislative umkrellz that would defive the

roles of the various concerned narties , ircluding the emnloyers

and the YVocational Training Corvoration,technically a~d fina-
3

nciall-r ,

On tke other hand y the sect'cn dealing with training in the
present Labour Law needs amendmert .

AW\
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3. Integrated\Apprqabhito Voéational Education and Training:

Despite the differences in the means and methods used in the
field of Vocational education and training:, the general frarew-
ork and objectives are the same whether it is imwlemented in
cducation:l institutions or in industrial establishments ., This
would necessitate an integrated anproach in nlanning ,implement-
ation and evaluation by the Ministry of Zducation y the vocat-

ional Training Corvoration and other concerned agyenciles.

V Main Flan of Action

oY

The following main p»lan of the Corporation is intended to specify the
targets for the

period 1978-1982 , and the various activities that would lear to
these targets. From this main plan of action,would‘emerge detailed
plans dealing individuélly and comorehensively with every major iter

of the main plan with specizl reference to nrocedures,roles ard

functions,

a. Establishment of Training Centres .
The Corvoraticn nlans to establish five training centres during

o

the olzn weriod to suvwort its training activities withig 2

flexible system of training according to tre following timetable;



Locatiop Start Completion
procedures

1. Amma= 1978 1981
Northern lndustrial Zone 1

2, Amman ( for girls) 1978 1981

3. Zarka 1979 1982

4, Amman ( ‘
Southern landustrial Zone 1979 1982

5. Lrbed 1979 1982

The canital costs of the various main items for every centre are

as follows :

Training Capital Costs in 1000 JD'S
Cenire

Land Design Construction; Equipmenté&

Furniture

Amman(North) 90 30 295 261k
Amman(Girls) 45 . | 20 160 102
Zarka e |25 250 200
Amman(South) i.go 30 275 240
Irbed 60 25 160 100
TOTALL 330 130 1,14C 9056
GEANT TOTAL 2,505 o -~




Vocational Training

The size of training that can be im-lemented by the Corporation
during the five years of the pnla yespecially during the final

two years 1981 & 1982 , would critically devend en the possibility

of establishing the training centres mentioned in{a) above. The
following timetable shows the exnected number of trainees Auring

the nlan period with and without the training centres .,

Type of Number of new Trainees
Training
19781 1979 | 1980 without with
’ centres centres
. 1981 1982 1981 | 1982
skilled Labourers 200 250 300 350 4oo 500 825
Limited skill - 50 1co0 125 150 200 350 Joc
Labourers , \
Ungrading 200 300 30C 3090 300 500 ?50
Supervisorsé 40 |95 |100 | 100 | 100 20¢ | 300
Technicians
TOTAL ‘ -l 9o 725 325 ~0n 100C 1550 2575
2040 1900 4125
- .

c)

Occupational Standards

The general objective in this respect would be to finalise level
and training standards,wick will »e the basis for job organisa-
tion in Jordan , before 19282 , The following is a tiretable

showing the rejcecvant imvlerentatior stages :-
»

W






-

SEP 3 1978
TERHS OF REFEREUCE: DEMONSTRATIOL/TRAINING WOLESHOP ou
COXPETENCY BASED LON-FORMAL SKILLS 'PRALIIILG SLCHITQUES

rOR THE JCORDANIANM VOCATTOJAL TRAINIIG CORPORATIONM

I. Purpose: The purpose of the Demonstratlon/Training Workshop on
Ccmpetency Based Non-Formal Skills Training Techniques is to: 1)
demonstrate techniques for designing, implementing and evaluating
non-formal skills training programs which provide specific target
groups with the essential skill training for entering specific
jobs; 2) train instructors in the application of such techniques;
and 3) demcnstrate that women can participate along side men in

training programs for non~traditional women's occupations.

II. Backeround: The Hashemite Kingdom of Jordan has recently created
#'Vocaticnal Training Corporation. The responsibilities of this Cor-
poration include conducting an industrial apprenticeship proygram

and developing short term vocational training activities, not to
cuceed one year in duration, for upgrading the skills of existing
workers and for training new vorkers. The Corporation is a scmi-

witcnonous government agency administered by a Board of Directors and

o

b~ . Dlrcctor General. It, however, works closely with the Ministry of
Lobour and the Minister of Labor is, in fact, the Chairman of the Board.
Jordan currently has a highly developed vocational training progran
vithin its school system. The Directorate of Vocational £ducation of
clhie tinistyy of E&pcaticn operates a serics of well equipped, eflicieat
"
seocondlary an& post-secondary voecational schonls. In addition, there

ore trade troining ceaters which aceept graduates from the praparatory

a7cle and provide them with two years of work related training. Tho
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ILO, under a UNDP financed project, has been assisting the Ministry of
Educaticn in making its vocational training activities more reclevant
to the skill requircments of the labor market. The Vocational Train-
Zng Cosporation will not duplicate the above described Ministry of
Education vocational training efforts. It will, in fact, complement
them by offering training services to both employed and unemployed
workers outside the formal educaticn framework.

Jordan is one?ghose few developing countries which experience
& labor shortage. Decause of the demand for Jordanian workers in
neighboring countries along with a recent domestic economic boom,
there are critical manpower shortages in most technical and skilled
cccupations. Because of these acute shortages together with a more
iiberal view toward working women than is custemary in other Mlddle
Loectern countries, the growth of female participation in the Jordanian
Lzbor force has been high. Tralning for Jordanian women, in fact, has

bicene a wmost attractive solution to skiill shortage problums since they

.

are not o prone to ocutmigraticn as are Jordanlan men.

IZI. The Domenutratien/Trainine Yorlshon: The Vocational Training

Jexrporatica will offer the opportunity to introduce more varlied and

-

£lexible training techniques than are currently being used by the
*of Educatifn. Persoas of diverse cducational and shiil
-

backyrovads cgén’be served., Progroms can vary in duration, location

r based on the torget training population and the
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The DePonstration/Training Workshop proposes to dcmonstrﬁtg varied
and flexible training techniques which may Be‘utili;eé'By éhe roatidﬁalk
Training Corporation. In the process of demonstrating these tc;hniques;
instructors will be trained in their applicatién. Because the workshop
involves the actual training of several groups of workers, it will also
be possible to demonstrate the training of women in non-traditional
vomen's occupations along side men.

The training technlques to be demonstrated are those that are de-
clgned for: a) a training population with widely differing cducational
and experience backgrounds, b) a specific job or group of jobs for which
there is demand in the labor market, c¢) an application of individually
paced learalng experiences permitting trainees to learn at their owm
cgeed, d) a demonstration of how currently available training software

{e.g., occupation specific curricula, visual aldes, programmed lnstruction,

veficicney tests) which have been developad in the U.S. cuan be adapted to

wu

Jorlzalan situation, and e) a demonstration on how to devalop competency

W

ts
vaced, individualized crainlng materials, especially fer those technical

er vocentional subjects related to indigenous jobs which are required for the
:Gluticﬁ of ccoucnic or social  problems unicue to Jordan. The
vvorksiicp training activities will be at the work site or in training center
civircnmonts vhich approxinate vorkshop conditions. Demonstrations will

cnceavor to maintaintthe training time as short as possible, to keep costs

ble and to use existine cquiprment and avaiiable waterials
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vheaever pocsible. Cost effectivencss, in faci, will be a part of the



IV. Detailed Work Plan:

A. Selection.bf {)ccupations for Training: ihe initial portién of
the workshop will deal with how to identify occupations for which train-
ing is required. Occupation specific tralning programs depend on know-
ing exactly what are the requirements of the jobs to be filled. The
training program curriculum is developed especially to meet these
rcquirements.

Several procedures are available for identifying occupations
where tralning is required. Escimates of the training needs for
mployers currently in the labor market can be obtained dircctly from
existing establishments. The training needs of new establishments can
be obtained through planning agencies or develcpment banks. Determining
the training needs for persons entering self-employment is yet another
procedure. The Demonstration/Training Workshop will, thercfore, begin
with a trainlng program on how to select the specific occupations or
o;cupaticnal groups for which training will be provided.

B. Occunational Analysis: Occupation specific training is dependant

ca studying the ewact requirements of the job for which people will be
cfained. Occupational analysis is the methodology by which jobs are
studied. Training curricula are then developed on the basis of these
speeific job studic{.

TLe secend port;on of the Demonstration/Training Workshop will

cierefore be traininy in Occupational analysiz,
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C. Selection of Candidates for Training: The candidates for the

occupation specific training activit?es to be covered by the workshop will
te persons who are currently employed or persons seeking employment. They
will vary greatly in their age, educational background, work experieﬂce,
skill levels and their occupational interests. For training to be success-
ful, it vill be necessary to know the characteristics, motivation and
abilities of the persons to be trained. The curricula to be developed
are dependent on raising skills from their current level to a level
necessary to meet the specific occupational requirements of the job to
be £illed. Interests‘and aptitudes, to the extent tﬁey can be measured,
are also important contributors to how well trainees can be cxpected to
perform in a training program.

The importance of a homogeneous group of trainees will vary with the
instructicnal techniques that are to be used. To the extent that
indivivdally paced, competency oriented training programs are developed,

-

hooogeneity among trainces is of less importance. Candidate selection
will always be important, however, to:

a) measure and identify existing skill levels to determine the

level at vhich training begins,
b) measure interest and aptitude levels,
c) identify spﬁFial learning problems and the need for supplemental
or rcmgdial ;rograms,

d) didentify non-trainiag relataed preblewns that may affect pecvfornance

on the job (e.y., fumily nrohlems, transportatiovn difficuttlaa,

need for workiung paramite).
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The third component in the Demonstration/Training Workshop is’
introducing techniques for selecting candidates for entering training
programs. This will include cnndidate selection forms, interview tech-
niques, occupation specific aptitude and interest test, and the formation
of training groups.

D. Curricula Development: A specific curriculum\will be developed

for each specific job and the needsyof each group of’traineee. Such .
highly individualized training programs will permit lower ttaining
costs and more rapld training programs since only thejminimum skills
necessary to achieve an acceptable level of performance -on a specific’
job will be taught.'

Training curricula will be modularized to permit greatet flexibility
in entering, re-entering, progressing through and leaving training pro-
grams. Hedularization will also permit the continual regrouping of
- modular task components to form job specific training programs. Finally,
mooular related proficiency tests will certify competence levels of those
entering and leaving training programs.

To the cxtent they are cost effective, individualized instructional
tethniques will be introduced which permit trainees to learn at their
ewn pace or to repeat training experiences without holding up the entire
group. These techngﬂues include programmed instruction and audio-visual
teaching aids which trainces may have access to vith a minimal amount of
the instructor's time.

Finally, the techniques for curricula development will be based on

sltuarioss uwhich most closely approximate the working environaent. Where

e
.
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possible, training~will.tgkeip1ace in 'the aétua; workshdb. Whenhtrqiﬁ_
ing centers are used, care Qill beAtakgn té dfé;te';n eﬁvironmentx
similar to the workplace.' Extreme care will be takén Fo maintain
training costs as low as possible by simplifying both the eéuipment and
materials required to implement training programs.

Curricula Development is the fourth component in the Demonstration/

Training Workshop.

E. On-the-job Monitoring of Training Graduates: Experience has

shown that many graduates of training programs never enter the occupa-
tion for which they have been trained. It is also known that many
recent trainees will leave their jobs shortly after heving been hired.
This is due either to thelr failure to adapt to conditions in the
vorkplace or to the employer's dissatisfaction with their performance.
A successful training program, the;efore, should continue to monitor
the activities of the trainee until he/she is fully integrated into the-
new vorking environment.

Techniques for monitoring the post-training activities of trainees
is the fifth component of the Demomstration/Training Workshop.

‘.
.

F. Follow-up and Tracer Studies on Trainees: The constant improve-

ment in training activities is possible through the effective evaluation
of training progrﬁms. These evaluations iuvolve interviewing trainees
A
and their cmployers subsequent to training and measuring their performance
in the workplace. The information obtained from the evaluatlon is compared

to the techniques used for training workers so as to:



-8 -

1) identdfy the ﬂostycost effecitive training alternatives

2) improve training programs by addiﬁg or modifyingyimportant
componéﬁts

3) eliminate unnecessary activities or wasteful practices which
have not resulted in improved performance on the job.

The sixth component of the Demonstration/Training Workshop will

be techniques for evaluation and follow-up studies.

G. Project Plannins and Management: The use of modern management

concepts and techniques is critical to the success of any training program.
Selected areas of educational management will be studied and discussed,
making adjustments of course for cross cultural differcnces. Where
appropriate, case studies and demonstrations will be used to train
instructional developers in the following areas:

1) basic principles of educational management

2) project design and implementation

3) estimation of time, personnel and material nceds and césts

%) sclected management techniques: 1lManagenent by Objgcfivé éMBO);

CANIT charts, PERT charts, critical path method

5) finnncial management and budget control

6) human relations

7 organizatignal change considerations.

The projecct plﬂnning and management component will be tie seveqth

and final activity in the Deaonstratlon/Training Workshop.:

V. Demoactration/Training Yorkshep Particinants

vJ

Tha Duronstration/raining Worlksnop shonld train Inscructors and
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tralning specialists, currently working w;ch the Vocational Training
Corporation, in the seven cogponent areas dgscfibedxabove.v in gddi—b
tion, some peréSﬁnel from vocational schools éndtfréﬁ,instituéiong which
prepare vocational school instructors will be invited. There should be
a total of twenty to twenty-five trained veccational school and training
instructors who participate in the workshop. They will participéte in
both classroom and practical experiences to develop their expertise in
the technical areas which have been outlined. At the end of the Demon-
stration/Training Workshop, the participants should be prepared to
develop, implement and evaluate similar training{activities with only.
ninimal guidance.

To insure that the/techniques‘which ére‘prgsented in the Demonstrafian/
Training Workshop are ﬁpplicable to Jordanian conditions, two or more
groups of trainees will be put through actual training programs. Organizers
of the Workshop together with the participants will develop, carry out and
e;aluate these programs. The occupations selected for the training programs
will permit a demonstration that women can be trained along side men in
job areas vhich are not commonly open to women.

Training will be provided in English or appropriate translation

facilities will be available to translate from English.’

VI. Decmonstration/Training Vorkshop Proposals

P-opcsals for providing the services for implecmeating the Demon-
straticn/Training Vorlshop should include:
i. BDudget for personnel costs for workshop implementation

ncluding salary costs, number of days in Jordan and nuwber
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of roundtrips required.

2. Budget for providing materials for ﬁorksbpp implementation
including alternative occupational areas in which programé
could be developed.

3. Time required for implecmenting workshop activities.

4. Other costs incidental to workshop de%elopment and  imple-
mentation.

Proposals should be sent to:

Director

Office of Labor Affalrs

Bureau for Private and Devclopment
Cooperation

Room 103, SA-8

Agency for International Development

U.S. Department of State
Vashington, D. C. 20523



